more modern times we have witnessed a decline in societal barriers to diversity, due not only to greater recognition of fundamental human rights, but also to an appreciation of the value that diversity affords civil life. What has become possible for civil society with regard to being more inclusive also affects recruitment into the Armed Forces of the most important countries of Western culture. As an integral part of society, the diversification of Armed Forces contributes to the recognition, development and integration of disparate elements of the greater society. The management of diversity within the Armed Forces is identical to that which occurs within the whole society, whose composition is subject to continuous change. Examples of this socializing in the most important Western Armed Forces: the integration of minorities in the U.S. Army; the -Gurkhas‖ in the British Armed Forces; the French Armed Forces and Foreign Legion integration; and implications of managing ethnic-cultural diversity for Italian Armed Forces.
THE MANAGEMENT OF ETHNIC-CULTURAL DIVERSITY IN WESTERN ARMED FORCES
The belief of our soldiers in scrupulously equal treatment and the opportunity to achieve based solely on their skill and effort is essential in our Army. Like the Nation it supports, the U.S. Army is extremely diverse and draws its strength from the contributions of that ethnic and cultural diversity.
-General (retired) Eric K. Shinseki, Chief of Staff of the U.S. Army, [2001] [2002] [2003] . 1 The human race is very unique, with varied yet rich multi-ethnic, linguistic and cultural characteristics. These differences are evidenced across the globe, and speak to how cultures develop over time and give us our special sense of self, belonging, and community based on how we speak, or look, and interact with others. Differences bring interest, and are accompanied by special characteristics and strengths. Yet these differences between societies have often been the cause of discrimination, of conflict and estrangement. In human history this has been encouraged by the so-called "survival of the fittest," or the pride and the will of the powerful to subjugate the weak.
Yet now it seems that we are more accommodating, and realize that differences should be celebrated. By appreciating the power of diversity, through the recognition of fundamental rights of others despite differences, we can endeavor to create more peaceful yet more productive societies, despite differences.
So what has become possible, strengthening civil society through diversity, is also practicable for recruitment into the Armed Forces of the most important countries of Western culture. Historically, since the second half of the 18 th century, the American, French, British and Italian militaries have the privilege of using a different approach.
The policies of the Western powers to conquer and subdue Third World (and also some European) countries had the effect of allowing them to come into contact with other peoples and their cultures. From this beginning began a process that recognized the value and usefulness of skills and knowledge previously unknown, and therefore unavailable, and an appreciation for how these added value and capability. European
Armies began to recruit indigenous people to employ alongside their colonial troops.
Examples are the Gurkhas for the British Army, the Senegalese, Magrhebini, the Congolese and others for the French and Belgian Armies, and the Askaris for the Italian
Army.
This decision to employ indigenous troops was dictated mainly by the limited number of troops available from the home country. However another fundamental need stemmed from the requirement to understand the territory within which they were operating, and to gain some assistance in also navigating the cultural terrain.
Undoubtedly, many Armies also benefitted from the contributions and courage of the natives they employed. We recall that at the beginning of the 17 th century, because of the establishment of French colonial troops, part of their Navy was to explore, occupy, But for the purpose of this study, it is convenient to lump ethnicity and race together rather than separate them. If we can make significant progress in understanding the three general areas of ethnicity, gender, and religion, then a second order effect will be an increased appreciation of the many other differences in people that comprise diversity. So, when we talk about diversity, we are talking about relationships between individuals or between the individual and the institution, especially, in the case of the Armed Forces, where this institution reflects the attitude of its leadership. Diversity concerns are often associated with a minority population, although diversity does not always imply minority. Minority issues are derived from the concerns of or about racial or ethnic minorities. Therefore, when speaking collectively about those who are most affected by ethnic minority issues, we should refer to these groups as minorities.
Reflecting on the meaning of diversity and its components, we can also highlight the different approaches to building diverse environments. One way to handle diversity could be to treat everyone in the same manner. A statement very common in the military was that we do not have blacks or whites, or men or women soldiers, we just have soldiers-essentially implying that everyone should be looked upon as the same.
Assimilation refers to the cultural absorption of a minority group into a larger body. This assimilation requires the minority group to abandon its culture in favor of the organizational culture. The success of assimilation depends on how well the minority group can adapt to and become the same as the main cultural group.
Another approach to diversity, instead, may be to focus primarily on individual differences. In the private sector, this notion is frequently driven by economics because it may be more profitable to ask a black or Asian employee to sell the company's products in a black or Asian community than it would be to have a member of the majority population (for example whites) go to those locations. Instead of considering everyone to be the same, minorities are frequently thought of as being different. It may make good business sense to leverage differences and sponsor programs that will prepare organizations for the time when ethnic minorities, for example in Italy, will make up more than 50% of the work force. The success of an approach that focuses primarily on differences may depend on how well the organization can provide an environment in which minorities can be productive and continue to receive rewards and promotions.
A third way of encouraging diversity -perhaps the most effective, is to combine the two previous approaches and consider people -to be the same, but also different.‖
This approach endeavors to understand how people are the same, yet also how they are different in order to successfully manage diversity. But, we have to realize that military culture has evolved over many years. To every soldier who enlists, the Armed Forces are already a -work in progress‖ with an established culture -a culture that does not change quickly. It is up to the individual to make the adjustment to adequately conform to this dominant military culture. For some soldiers, the changes are comparatively minor. For minorities, however, the required adjustment is usually greater because of ethnic differences.
If we recognize that a dominant military culture exists, then minorities will conform to that culture to a certain extent in order to be successful, but they will also differ from that culture. It is not adequate simply to treat minorities the same as everyone else. It is also not enough just to look upon them as being different. If we treat every person the same all the time, on the surface it would seem as though we could never make a mistake.
However, in this type of reasoning, the first problem would be that everyone is not the same. The second problem would be that the objective of our dealings with others should not be simply to avoid mistakes or to protect ourselves. Similarly, if we only see others as being different, our approach will create its own set of problems. We will fail to create the best possible environment if, for the sake of efficiency and good order and discipline in our organization, we blindly insist that everyone is the same.
Mostly, though, we miss the opportunity to capitalize on members' differences to actually strengthen the organization.
The Armed Forces, as an integral part of the larger society they serve, should contribute directly and indirectly to the integration of its members, and support the management of diversity to strengthen the social fabric. In fact, the management of The Gurkha soldiers were members of the Khasi Rajput Clan of Northern India.
They had migrated from Rajasthan to the current territory of Nepal in the sixteenth century, after being expelled from their territory by Muslims. Their mother tongue is "gurkhali," a dialect of Indo-European. 13 The Gurkhas opposed the interests of the British in Eastern India, sparking a war between the British and Gurkhas (1814-1816). The Gurkhas were defeated and signed Gurkhas served, with 32,000 losses and more than 2,700 decorations for bravery.
After Indian independence and partition in 1947, the fate of the Gurkhas was resolved by a tripartite agreement between India, Nepal and the United Kingdom. Under the agreement, six Gurkha regiments joined the Indian Army and four others were transferred to the British Army. In 1948, these four Gurkha regiments grouped in the -Gurkha Brigade‖ were deployed to the Far East where, along with other units, they worked for ten years in Malaya. This situation in Britain demonstrates the specific problems associated with an institution whose performance depends on its ability to attract minority communities.
According to a study conducted among 300 Hindus in the West Midlands and South-East England, only 20% of those interviewed thought that -the Armed Forces have tried to improve race relations‖ and 89% thought that in the military it was -not possible to practice one's religion.‖ 17 A similar study among the Sikh minority revealed that 31% did not intend to join the armed forces due to racism in the Army. 18 While the British Armed
Forces are heavily involved in fighting for equal opportunity, the recruitment of minorities has remained weak. The British armed forces' experience with diversity management continues. The Gurkhas were readily included in the force for their skill sets, yet were maintained as a separate, segregated entity. That legacy and the current disproportion of minorities in the force argue that there remains much to be done to achieve a force composition resembling the nation's ethnic-cultural make-up.
The French Armed Forces and Integration
When we speak of multi-ethnic or cultural and religious diversity in the armed Generally speaking, convicted felons are prohibited from joining the service.
Legionnaires were, in the past, forced to enlist under a pseudonym ("declared identity").
This disposition exists in order to allow people who want to start their lives over to enlist. A realistic goal for increasing diversity in the Italian Armed Forces is to achieve true integration over the next ten years. The approach to increasing diversity should be based on the concept already mentioned earlier of -same but different." The Italian
Armed Forces would work to ensure service members are socialized to -become the same‖ within the organizational culture, while also recognizing and allowing that individuals need to maintain some of their differences, precisely the special characteristics that allow them to add value to the organization through their uniqueness. This concept will enable the Italian Armed Forces to continue to build ever more effective military organizations as the breadth and depth and richness of diversity manifests itself as part of the organizational culture.
So, we must develop a clear understanding of how we are the same and how we are different. We must complement that understanding with knowledge of when individuals should be treated the same and when they need to be treated differently. We need to understand our organizational culture and the extent to which we want those who are different to adapt to that culture. In other words, individuals must join together and be the same for the sake of the military organization, while the organization respects individual differences and allows those differences to be visible. So, the balance of -same but different‖ could create an environment in which each soldier can excel by working to his full potential, with the organization benefitting from the special talents and perspectives that spring from their diverse backgrounds.
As Italy becomes more diverse, the Italian Armed Forces will also become more diverse. In the next 20 years, minorities in Italy will likely increase from the current 8% to approximately 16% of the Italian population. Currently, there are only about 1,500
soldiers of foreign origin in the Italian Army, which has a total of 108,000 men and women. Certainly, the presence of minorities will increase considerably and will play a major role in the Italian Armed Forces of the future. This implies that leaders of the Italian Armed Forces need to learn more about diversity management now so that institutional effectiveness will not be inhibited by changing demographics, but rather be affirms the principle that the rights of the minority must be protected, respected, and upheld just as those of the majority, but that ethnic-cultural diversity should be promoted in order to develop and field the most highly capable forces possible.
Endnotes which would contain the number of the regiment; and the whole was to be surmounted by the crown real, introduced so the stars with five points were on the lapel. In October 1871 the stars were to lie on the golden collars of the jackets of generals. In the build up to World War II, Amedeo Duke of Aosta gave Guillet command of the 2,500 strong Gruppo Bande Amhara, made up of recruits from throughout Italian East Africa. The core was cavalry, but the force also included camel corps and mainly Yemeni infantry. For Guillet to be given command of such a force while still only a lieutenant was a singular honor. In 1940, he was tasked to form a "Gruppo Bande a Cavallo". The "Bande a Cavallo" were native units that were recruited from Italian officers who commanded these units. Amedeo Guillet succeeded in recruiting thousands of Eritreans. His "Band", already named in the history books as "Gruppo Bande Guillet" or " Gruppo Bande a Cavallo", were distinguished for their absolute "fair play" with the local populations. Amedeo Guillet could boast at never being betrayed, and 5,000 Eritreans knew perfectly well who he was and where he lived. It was during this time in the Horn of Africa that the legend of a group of Eritreans with excellent fighting qualities, commanded by a notorious "Devil Commander" was born. http://www.treccani.it/enciclopedia/ricerca/AmedeoGuillet-/ (accessed January 28, 2012). 31 Ales and Crociani, Uniformi, Cultura e Societa`, 130. 32 Italian Demographic Indicators:  Foreign resident population in Italy (4,859,000) accounts for 8% of the total Italian population.
Compared to 1 January 2011 this was an increase of 289,000. The population of Italian citizenship fell below 56 million residents, as a result of a decline of 65,000.  The live birth rate drops from 9.3 per thousand to 9.1 over 2010-2011, while the death rate remains constant at 9.7 per thousand, just as in 2010.  On 1 January 2012, the average age of the population was 43.7 years. The population distribution by category of age: 14% up to 14 years of age; 65.3% from 15 to 64 years; 20.6% above 65 years of age. In addition, individuals over 80 years old represent 6.1% of the total.  The total fertility rate (TFR) is estimated to be 1.42. For a third consecutive year, therefore, there are no significant changes in the national fertility level, which significantly continues to be supported by the contributions of foreign women (2.07 children against Italian of 1.33). Taken from internet portal of ISTAT -Istituto Nazionale di Statistica, Statistics on demographic structure and dynamics, Italian Demographic Indicators Year 2012, http://www.istat.it/en/archive/51649 (accessed January 29, 2012).
